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Statement of problem,—Commercial banking in Atlanta
is a growing industry. Manpower requirements for such an
important growth industry suggest a need for well trained
and developed personnel. Banks need able people to fill
demanding jobs. Thus, the adequacy of training and develop¬
ment programs may well be a key to maximizing efficiency
in the industry.
The efficiency of any organization depends largely on
the ability of its management people to perform well. Per¬
formance, in many instances, depends on training and proper
development. While a good deal of knowledge may be obtained
at educational institutions, newly hired college graduates
almost always require some training within an organization
to become familiar with how it is managed and operated.
Too, management people who have worked for an organization
for some time need training to keep up with changes or new
trends in banking management.
This problem involves the determination of whether
there is a meaningful relationship between management train¬
ing and development programs and efficient performance on
the part of management personnel in commercial banks.
Specifically, this study requires a search into the manage¬
ment training and development programs of the five, better
1
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knovm as ”The Big Five," selected commercial banks in the
city of Atlanta.
Evolution of the problem.—The problem evolved as a
result of conversations with different recruiters who visited
Atlanta University to interview students for employment.
It was discovered that some companies do not have formal
training and development programs, especially some of the
banks. The representatives of these companies expressed
a general opinion that experience was more important than
formal training programs. It is my belief that, for a
young college graduate especially, training with the firm
for which one will work is paramount—no matter how much
experience one has obtained elsewhere. The future strength
of business organizations, including banks, depends upon
depth in management.
Another reason for dealing with commercial banks in
the Atlanta area is the fact that more Negro graduates, who
are interested in banking management, should know something
about the training and development programs. No doubt few
Negro graduates pursue banking as a career because they
do not have the necessary training, which in any instance
could be provided by the particular bank.
In addition to the mentioned reasons, my ultimate
goal is to procure a job in the area of personnel admin¬
istration or management. Training and development problems
are personnel management problems. Therefore, any person¬
nel manager or personnel administrator should be just as
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concerned about training and development problems as they
are about other problems that come about in the organiza¬
tion and every effort should be made to solve these problems.
Purpose.—The aim of this study is to explore a
specific area of personnel management; namely, the manage¬
ment training and development programs in ”The Big Five”
commercial banks in Atlanta, Georgia in terms of the
objectives of the programs, the sources of recruitment for
selection purposes, the types of programs used, the cost
factor, the techniques used, and-the-like. In addition,
the gathered data will either prove or disprove some stated
hypotheses which will be discussed near the end of this
study.
Significance of the study.—This study is significant
because it makes a contribution to the business and educa¬
tional field. Also, it should serve as a source of informa¬
tion for other graduates who might be interested in banking
management as a career.
Limitations.—No attempt will be made to inquire into
the management training and development programs in all
commercial banks in Atlanta, Georgia, Thus, ”The Big Five”
commercial banks in Atlanta have been chosen. Namely, The
First National Bank of Atlanta, Citizens and Southern
National Bank, Trust Company of Georgia, National Bank of
Georgia, and Fulton National Bank. These commercial banks
are measured as being big in terms of total resources and
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personnel. Located in the heart of the city, they form the
nucleus of Atlanta’s financial center with total resources
of $2.5 billion. Listed among the one hundred largest
United States banks are Citizens and Southern National and
First National, with the Trust Company and Fulton National
closely behind in the second hundred. Last year, Atlanta’s
five largest banks reported loans of more than $1.4 billion.
These loans were made to individuals, other banks and
financial institutions, commercial and industrial firms as
well as agricultural interests.
Too, a limitation exists in that codes must be used
in discussing the management training and development
programs of each bank because of stiff competition between
them. Therefore, the banks will be identified as bank A,
B, C, D, and E throughout the study.
It is impossible to cover or even mention all aspects
of the management training and development programs; however,
those presented will be discussed in some detail.
Additionally, the extent to which the officers and
training directors were willing to allow scrutinization of
their management training and development programs limits
this study.
In spite of these limitations, this study is expected
to be informative to anyone who might be interested in the
area covered.
Hypotheses.—The basic working hypotheses of the study
were formulated to test the existence and significance of
5
management training and development programs in commercial
banks. The following hypotheses are set forth in light of
evidence collected in field research.
Hypothesis 1. Generally speaking, management training
and development lead to better performance or productivity.
Hypothesis 2, Management training and development
programs are effective.
Hypothesis 3* The training and development programs
are successful in that they accomplish what they are
designed to do.
Hypothesis 4» Management training and development
programs do not cost too much.
Hypothesis 5« Management training and development
programs must be planned well.
Hypothesis 6. Management training and development
programs generate capable banking executives.
Hypothesis 7» Management training and development
programs familiarize one with banking operations.
Hypothesis S. The financial health of a bank is
directly related to the competence of its management
personnel.
Method of research.—The research for this study was
conducted through interviews with bank officers and train¬
ing directors, by reviewing publications from each bank
and by examining related literature on management training
and development programs.
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Review of related literature.—A review of the related
literature readily identifies a number of critical problems
in the area of management training and development. It is
striking to note that there are practically no studies
designed to systematically study the training and develop¬
ment needs in commercial banking.
Ordinarily, the first step in setting up training and
development programs would be to determine the goals or
objectives and to plan the programs around them. Perhaps
the critical problem is the failure to decide on specific
training and development objectives and to spell out these
objectives in a behavioral manner requiring minimum inter¬
pretation.
According to one writer, most management training and
development programs are aimed toward improving management
efficiency,^ Training also plays a large part in determin¬
ing the effectiveness and efficiency of the establishment.
The management of banks, large or small, requires
staffing with competent personnel. An educational system is
primarily oriented toward teaching broad knowledge and
skills to enable people to cope successfully with their
environment, to support themselves, and to help advance the
society as a whole. Generally speaking, it is not designed
to teach specific job skills for positions in particular
dompanies or organizations. Thus, there is a need for
^Dale S. Beach, Personnel; The Management of People
at Work (New York; The Macmillan Company, 1965), p» 315.
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additional training and development in a job situation.
About a million and a half young people enter the
2
labor force each year. Because the vast majority of these
new entrants are not prepared to perform jobs in work organ¬
izations, they must be trained by their employers. Even
those who have learned a technical or professional field of
work at college must receive some initial training in the
form of orientation to the policies, practices, and ways of
their specific employing organization. The technology of
productive processes is developing at such a rapid pace
that, often, there is a need for continual retraining of
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experienced workers to perform new and changed jobs.*'^ The
automation of recent years is but an advanced stage of the
technological developments which have been taking place at
an increased pace in recent decades.
Readings from related literature point out some of
the major contributions that training can make to the organ¬
za
ization. They are as follows:
1. Reduced learning time to reach acceptable perform¬
ance. By having qualified instructors and
carefully controlled learning situations, manage¬
ment in countless cases has been able to obtain
O
George C. Houston, Manager Development: Principles
and Perspectives {Homewoodl Richard D. Irwin, Inc., I961)*
^Ibid.. p. 17*
^Herbert J. Chrniden, and Arthur W. Sherman, Jr.,
Readings in Personnel Management (Cincinnati: South-Western
Publishing Company, Inc., 1951J» p. 53.
a
shortened learning periods and higher productivity
from new employees.
2. Improved performance on present .job. Training
applies not only to new employees but to experi¬
enced people as well. It can help employees
increase their level of performance on their
present job assignments.
3* Attitude formation. A common objective of company
training programs is the molding of employee atti¬
tudes to achieve support for company activities
and to obtain better cooperation and greater
loyalty.
4. Fill manpower needs. Often times it is difficult
to recruit sufficient skilled personnel. Hence
the best way to solve this manpower problem, in
the long run, is to establish a training and
development program within the organization.
5. Benefits to employees themselves. As employees
acquire new knowledge and job skills they increase
their market value and earning power. The pos¬
session of useful skills enhances their value
to their employer and thereby Increases their job
security. Training may also qualify them for
promotion to more responsible jobs. This, of
course, increases their pay and status.
A management training and development program can
be used effectively to single out basic management problems
9
which are likely to be different from those one would imag¬
ine. This suggests that, since problems are not static, a
continual training program could be an excellent information
source and control for top management use.
According to related literature, training directors,
who are often placed in the position by top management where
they must justify the existence of training and development
programs, use a number of techniques to evaluate the effec¬
tiveness of these programs.^ One approach is to pass out a
questionnaire to the trainees at the completion of the
program to obtain their opinions as to its worth. Their
opinions could also be elicited by means of interviews.
Another approach is to measure the knowledge and/or skill
that employees possess at the beginning of training and
again at the completion of training. This is accomplished
by administering the same examination (or an alternate form
of a single examination) before and after the training takes
place.
Related literature makes it clear that banking is not
what it used to be.^ Because of the needs of today’s world,
banks provide more and better services for their customers.
This in turn has brought about a need for more capable people
to provide these services.
Banking is a growing industry; thus, there is a greater
^Kenneth R. Andrews, ’’Is Management Training Effective?”,
Harvard Business Review, Vol. XXXV, No. 2, (March-April,
1957), p. 64.
^American Institute of Banking, ’’Bank Management”
(New York: American aanicers Association, I960), p. B.
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manpower need. A growing population and the increasing need
for credit and new services provide banks with tremendous
growth potential. Because they serve individuals, other
banks, business. Industry and government, the economy is
dependent on good commercial banks. In order for them to
be good, they must be managed well.
Today, banking is an adventurous career. It is not
all just dollars and cents. There is the personal satis¬
faction of being part of a stimulating profession that serves
the community and the nation—and it provides challenging
and highly respected work.
Banking needs able people to fill demanding positions.
Whether the job is to manage or not, talented people are
needed.
Definition of terms;
1. Personnel management is the planning, organiz¬
ing, directing, and controlling of the
performance of the personnel function which
is concerned with the procurement, development,
compensation, integrating, training, and main¬
tenance of the personnel of an organization.
2, Management is the process of utilizing material
and human resources to accomplish designated
objectives, and it involves the organization,
direction, control, coordination, and the
•7
'Edwin B. Flippo, Principles of Personnel Management
(New York: McGraw-Hill Book Co,, 1951), p, 5.
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evaluation of people to achieve these objectives.
Management involves getting things done through
people.
3. Manager development is a planned, systematic,
and continuing process of learning and growth
designed to induce behavioral change in individuals
through bringing out or cultivating their mental
abilities and inherent qualities through the
acquisition, understanding, and use of new knowl¬
edge, insights, and skills as they are needed for
and apply to more effective performance of the
9
work of managing.
4. Training is the organized procedure by which people
learn knowledge and/or skills for a definite
purpose.The objective of training is to
achieve a change in the behavior of those trained
or those who have been exposed to new knowledge,
5. Commercial banks are those banks that receive
deposits from the general public that are
repayable on the written demands of the individual





^^Raymond P, Kent, Money and Banking (New York: Holt,
Rinehart and Winston, Inc., 1966J, p, 103.
CHAPTER II
A GENERAL VIEW OF PERSONNEL
MANAGEI^NT AND ADMINISTRATION
Personnel management defined.—Personnel management
is concerned with the acquisition and the maintenance of a
12
satisfactory and a satisfied work force. Finding, se¬
lecting and placing the proper people on the proper jobs
constitute an enormous task; but motivating and keeping
them on the job and satisfied are perhaps even greater.
Personnel work is neither welfare nor necessary
overhead. Modern personnel management is concerned with
maximizing the effectiveness of the work force through
application of sound and proved personnel policies and
practices. It gives full recognition to the influence of
the human element in achieving objectives and in gaining
the overall success of the enterprise. Furthermore, per¬
sonnel work is of a continuous type. It cannot be practiced
only one hour each day or one day a week. Personnel manage¬
ment requires a constant alertness and awareness to human
relations and their importance in everyday operations.
Much of the work of personnel management is included
12
George R. Terry, Principles of Management (Homewood;
Richard D. Irwin, Inc., 1964), p. 742.
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in the all-inclusive concept of a "Personnel Program,
When any enterprise has such a program, it means that it
has a well-thought-out and considered approach to personnel
aspects of the enterprise; thought has been given to person¬
nel problems that may be encountered; determination is made
in advance of the probable best way to access and handle
such problems, and trained personnel to conduct the affairs
of the enterprise are provided. Having such a program is
intended to supply needed leadership, to set the stage for
response to motivation, and to build a team of cooperative
employees.
The beginning and growth of personnel administration.—
Since personnel administration sprung into being over forty
years ago, it has taken some surprising turns. During the
personnel administration offensive of the twenties, the
targets were couched in terms of alleviating fatigue and
subsistence wages, of providing the common decencies, and
eradicating once and for all the last remnants of industrial
blight that had characterized the capitalistic system since
the eighteenth century.With the advent of 1929 and the
beginning of a downward spiral of the great depression, the
coming of the unions and the changing attitudes of the
common people in the capitalistic system, a new direction
1
was given the personnel profession. An underlying Insecurity
^^Ibid.. p. 743.
^^George S, Odiorne, Personnel Policy: Issues and
Practices (Columbia: Charles E, Merrill Books, 1963), p. 57*
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called for heroic measures to give employees a sense of
security—protection from loss of job or of being left aged
and vdthout Income. With the end of World War II, the great
human relations offensive of the forties occupied the per¬
sonnel man. *^Boss’* became a naughty word, and leadership
lost its traditional meaning and under the guidance of
15
personnel came to mean '*with the consent of the governed."
In the fifties the great executive shortage once again
changed the emphasis in personnel from concern with the
workers* sensibilities to the great need for executives to
man the decentralized divisions and expanding rows of top
management desks. The management development offensive was
under way with all of its attendant rituals. In 1959 the
pattern of personnel management was beginning to emerge for
l6
the sixties. The new hard line in labor relations erupted
as the sixties began.
The current situation of personnel management.—ac¬
cording to George Odiorne, no fundamental advances have
17
been made in personnel techniques since the twenties. *
Selection and employment methods which purport to be modern
are often simple rearrangements of techniques discovered by
IS
Scott and Company in 1919* Recruiting, testing, personnel








real advances. Salary administration has changed but little
in most companies since John Riegel vrrote his olassic book
on wage and salary determination for the Bureau of Industrial
Relations in
Yet, the case could likewise be made that personnel
administration has not been totally asleep in meeting the
new problems which confronted it. For example, organization
planning has become more orderly and systematic with the
increasing trend toward decentralization of large firms since
the end of World War II. Also, higher levels of personnel
have raised the sights of personnel administrators. Too,
high talent manpower including engineers, scientists, and
managers as well as staff experts are now considered fit
subjects for personnel management. Recruiting engineers
and executives, communications between these groups, and
compensation of high talent people make up a substantial
part of the work of the better personnel departments.
More profit orientation is a characteristic which
most modern personnel managers have adopted in the light
of inflation, the need for economic growth, the pressures
for cost reduction, and the need for greater productivity,
which are the current and pressing problems of most com¬
panies and institutions today.
Community relations responsibilities, including
college relations, participation in civic activity, and
representation of the company to the outside community is
^^Ibid.. p. 71.
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another facet of the new personnel administration depart¬
ment.
Needs of personnel.—From the foregoing discussion,
two great and pressing needs of the personnel profession
emerge. The first need is for better management of personnel
departments.
As experts in the management of people, it would seem
logical if management were to expect that administration
and supervision of the personnel administration department
would be better than most other departments in the organi¬
zation. As experts in human relations, the personnel
managers should have the happiest, most productive, and most
creative people on the entire company payroll. This should
be done within the framework of a tightly organized staff
working within the framework of intelligent plans and
programs for the department and ample controls over the
efforts of its people.
The second need is good staff advice to line and top
managements. Personnel departments should be expert in
management in providing suitable and soundly conceived
staff advice and counsel to line and top management on
problems affecting people. This entails a sophisticated
understanding of the nature of the staff function and how
it contributes to productivity, growth, and creativity in
the total organization in which it operates.
It is the contention here that the personnel manager
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is not purely "line” nor purely staff, but is both line and
staff. The personnel manager is line to his subordinates
in the personnel department, has functional responsibility
for certain technical services, and is staff in advice,
research, and counsel to other operating divisions and
departments. This tenuous and difficult role requires clear
understanding of the various roles and specific training in
how to perform them.
Evaluating personnel administration.—Evaluating the
effectiveness of personnel management and administration
is difficult; yet, efforts should be made to measure it as
factually as possible. Measurement can be made of what has
been accomplished personnel-wise during a recent period.
Data on such things as the number of grievances, the amount
of tardiness and absenteeism, and labor turnover can be
helpful. Also, a review of the practices and techniques
being followed can be made. Answers to questions such as
the following are helpful. Is an adequate number of candi¬
dates being obtained through recruiting efforts? Is inter¬
viewing being conducted more objectively than formerly? Are
efforts being made to train employees? Has merit rating
work improved within the enterprise? Has the number of
accidents decreased? In addition, each management member
can be asked to offer some suggestions evaluating the
services supplied by the personnel department and to outline
those areas in which he feels improvement in his application
of personnel management might be obtained.
In the last twenty years management has come to accept
personnel administration as a function that is vital to the
long-run success of any organization. Moreover, there is
a growing recognition that the responsibility for effective
personnel administration rests primarily on the line organi¬
zation itself, starting with the president and extending
down through the management hierarchy to foremen and straw
bosses who are in close personal contact with their em¬
ployees.
The fact remains that management has not devoted
major attention to developing methods of evaluating the
effectiveness of work in the personnel administration field.
20
There are four main reasons for this:
1) Personnel administration is a relatively new
field of management activity.
2) The responsibility for personnel administration is
a joint one (line people assisted by staff spe¬
cialists),
3) Results of new policies are often intangible, and
causes of changes in attitudes difficult to
determine.
4) Adequate figures for comparison of performance
have not been readily available until recently.
Certainly, none of these reasons, however under¬
standable, should prevent management from establishing
business-like controls over personnel administration in all
its aspects. Indeed, the role of the personnel department
in securing the efficient utilization of manpower should be
20
Robert Saltonstall, ’’Evaluating Personnel Admin¬
istration,” Harvard Business Review. Vol. XXX, No. 6,
(November-December, 1952), p. 95*
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of particular importance to management now that the growth
of unions and the rapid advance of wages over the last decade
have made high labor costs a matter of serious concern for
many companies.
Reports on personnel administration should measure the
combined effort of both organizational divisions, line and
staff, striving for teamwork among the various individuals
and groups within each department and throughout the com¬
pany as a whole.
Various criteria for measurement are available to
those interested in evaluating certain aspects of personnel
administration. Considerable progress has been made in
providing both internal and external bases for comparison.
In recent years the objective of measurement has been to
show how effective utilization of personnel is contributing
to productivity and profits. Whereas previously the per¬
sonnel department provided a vague justification for its
work, now the emphasis is on a business-like basis with
consideration of budgets, costs, and savings resulting from
more know-how in handling personnel.
CHAPTER III
MANAGEIvENT TRAINING AND DEVELOPMENT
FOR BANKING
Significance of management training and development
for banking*—One of the very important factors to be con-
21
sldered when evaluating bank safety is bank management.
The soundness of individual banks and of the commercial
banking system depends in great part on the cleverness of
managers. Banks must have men of intelligence, experience,
training, and, above all, good judgment. They must be
better qualified and trained than ever before by formal
education, conferences, seminars, training programs, and
schools administered by various banking associations and
groups.
The significance of management training and develop¬
ment for banking can be further understood by looking at
three words—management. training, and banking.
The need for professional management is becoming more
and more apparent. To the individual interested in getting
ahead in business today, perhaps nothing is more important
than an understanding of the new status of management as a
profession. Until very recently management has been prac-
^^dward W. Reed, Commercial Bank Management (New York:
Harper & Row, Publishers, 1963)i p. 35.
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ticed in rather a haphazard fashion. The kind of work a
manager performed and the way he did that work depended
largely upon his personal inclinations, the example of his
superior, and the precedents set by other people in the
organization; however, this appears to be changing today
very rapidly. It is being discovered that management is a
special kind of work which can be measured and controlled,
which can be practiced in terms of verified principles, and
which can be learned as a systematic body of knowledge.
The years immediately ahead will no doubt see even
greater emphasis placed upon development of professional
management. Thus, this will provide new challenges for
business organizations and unparalleled opportunities for
managers who are adequately prepared.
Now turning our attention to the word training, the
development of human resources is one of the vital factors
which contribute to the growth of any business. Obviously
an organization cannot afford to stand still in this com¬
petitive world of business. The same is true of the indi¬
vidual—growth and development must take place, and today
more than ever before, the businessman must be very much
aware of the fact that training, development, and education
are lifelong matters. Business and industry recognize the
lifelong nature of learning, and are expending considerable
time, energy and money to encourage such continuing learning
and development by their people.
The significance of management training and development
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may also be pointed out by looking at the word banking.
There are, in all banks, positions requiring a high level
of business judgment and executive ability. Banking requires
a rather large proportion of executive, managerial, and
supervisory staff members—larger in fact than most other
businesses. The ratio of salaries to total expense is
higher in banks than it is in many fields, and the number of
middle management positions in banking, as an example, is
high compared with other enterprises.
Goals and objectives of training.—Management training
and development are powerful tools in developing effective
organizations.
The goals and objectives of training may be the fol¬
lowing;^^
1) It can help the individual become more sensitive
to the human-relations environment in which he
works.
2) It can give him better questions to ask and thus
make him a better observer of human behavior.
3) It can improve his skills in diagnosing the moti¬
vations and needs of other people—why they
behave as they do.
4) Training and development can help the individual
understand why he behaves as he does, how he reacts
to given stimuli, and how his behavior affects
others.
5) To a certain extent it can equip one with skills,
such as interviewing techniques and conference
leadership, that will be helpful in handling
situations in which one is placed.




to be effective, there must be an organizational climate
that insures the freedom to experiment with new patterns of
supervision and to learn through making mistakes. The effec¬
tiveness also depends on the quality of the training itself
and on the atmosphere that prevails in the over-all organi¬
zation.
The influence of the organization—in particular, the
attitude of top management—is crucial to the success of a
training program, for so long as management thinks of the
training process as something apart from everyday activities
on the job, the chances that training and development will
affect behavior are probably slim indeed.
In many companies management regards training as of
marginal importance and consequently gives it only token
support, and many managers feel that training is purely a
staff function for which line management has no responsi¬
bility.
Although in many banks training and development are
technically the responsibility of the personnel department
or a special training department, it appears that both
should still command the attention of everyone in manage¬
ment. It is a common fact that everyone who leads others
is a trainer, whether he likes it or not.
From the viewpoint of the line manager or general
manager who must consider management development as an
instrument for enhancing the value of human capital, there
are five problems which face any organization installing a
24
management development plan.
Basically these are not management development problems,
rather, they are general management problems growing out of
a management development program. The importance of these
problems is due to the fact that they must be solved by
staff management before line management accepts and whole¬
heartedly applies the management development programs of the
specialist. By no means insuperable problems, they never¬
theless constitute a hurdle to a smooth functioning manage¬
ment development program, which the management development
director must take into consideration in his planning.
23
These five problems are as follows;
1) Line-staff relations in operating the plan. One
problem is how much sway the staff manager of
management development may exert over the line
manager who is responsible for his own area of the
business. Many of the regular problems of line-
staff relationship are aggravated in the process
of management development, since it is obviously
an area in which line support is needed; and at
the same time, across-the-board company action is
essential for best results.
2) Inter-departmental or divisional transfers of
managers. Another "hot potato” in management
development is the problem of inter-division
transfers of qualified people for promotion or
23
Odiorne, op. cit.. pp. 256t257.
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for developmental training through Job rotation.
Working out a satisfactory solution to this problem
and recommending a sound procedure demands of the
management development man a new form of tact and
wisdom.
3) Proper use of psychological appraisals. The solu¬
tion to this problem is somewhat clearer, since it
runs between two dangerous extreme positions re¬
garding the use of psychological appraisals. The
most extreme is the case in which complete and
blind reliance upon psychological evaluation of
management talent is relied upon, even in lieu
of sound managerial experience and Judgment of the
persons involved. The result of this extreme
position is a widely held fear or mistrust of psy¬
chological evaluation throughout the managerial
organization. The opposite extreme is complete
and total rejection of psychological testing and
evaluation in all situations. The ill effects
here are the loss of the definite plus values in
the form of scientific data upon which decisions
may be made in the selection, placement, and training
of managerial personnel.
4) Fitting management development to the company. The
danger here lies in attempting to wrap a packaged
program, or one which is blindly copied from another
company, around the special circumstances of a
26
single company. Each company must take the various
steps and procedures which it needs and adapt them
to its own circumstances. The organization planning
of one company does not always work for another,
nor do the standards of supervisory performance in
one firm apply to the managers in another. The
goals of the management development plan must be
defined for each company, and often must be revised
as time goes on.
5) Getting the program off the dime. Getting started,
or making constructive changes, seems to be a
major problem in many management development plans.
Months grow into years in many firms while an infi¬
nite number of preliminary problems await solution
before the management development plan gets under
way, or is enlarged, or takes on a meaningful role
in the company.
In spite of these problems, an organization should have
good management development programs which are designed to
improve the performance of present managers and to increase
their potential contribution to the organization.
Management development cannot be delegated to a staff
officer, such as the personnel administrator, because the
development of managers is a central responsibility of the
line organization. However, the personnel administrator can
supplement the efforts of line managers in dealing with
problems relative to management development programs.
27
Evaluation of management training and development.—
Management is beginning to ask the personnel department to
prove its value, much as the engineering department demands
proof of the value of one piece of equipment over another.
Convincing proof, objective and demonstrable, is difficult
to obtain in the training field.
One way of evaluating training is to ask the trainees
to evaluate the program and to make suggestions for improving
it. The value of such ’’customer reactions" is doubtful,
however, since the participants try to be polite and usually
give a kind answer.
A second evaluation technique is to measure the change
in trainee attitudes that take place during training activ¬
ities, perhaps by means of before-and-after tests; unfor¬
tunately though, a change in attitude expressed in class may
not mean a change in behavior on the job.
A third but more difficult test is to measure change
in on-the-job behavior. This may be accomplished by admin¬
istering a series of questions before and after training to
the trainees’ supervisors and subordinates. Performance-
evaluation forms before and after training may also be used
as an index to change.
To many members of management, the most crucial test
is this: Does training reduce costs and does it make super-
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tvisors more efficient? Obviously, training directors
2^*^George Strauss and Leonard R, Sayles, Personnel;
The Human Problems of Management (New Jersey: Prentice-
Hall, Inc., I960), p. 574.
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would be greatly relieved if it could only be proved that
training cuts costs or raises production. Yet it is not
enough to show that costs in a given department went down
after its supervisors went through training, for many other
factors might be responsible.
Instead of emphasizing costs, perhaps those who are
responsible for evaluation should concern themselves with
such hard-headed questions as, ”What are we trying to accom¬
plish? What kind of organization are we trying to build?
In what ways do we want supervisors to change?" Until these
questions are answered realistically, it is premature for
management to try to refine its methods.
Changing emphasis in management development.—It is
expedient at this point to take a bird’s eye look at the
changing emphasis in the management development area. Like
numerous rapidly expanding specialties, management development
has had its growing pains. Because of the critical shortage
of manpower after World War II, the early emphasis was on
crash programs to discover individuals (both inside and out¬
side the company) who would be capable of moving quickly to
25
top management jobs. In the effort to ferret out such
exceptional men, there arose a widespread use of tests and
evaluation forms designed to identify traits that might
point to future ability rather than to present performance.
The men thus singled out were given special training away
25Ibid.. p. 510.
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from the job (often at universities) and were marked for
rapid promotion.
As might be expected, this program led to a wave of
resentment among those who had not been selected as "crown
prince," and a feeling that it was unfair to base promotions
on vague character traits instead of on proved performance.
Also, since the selection process tended to emphasize the
safe, conformist, all-around man, there seemed to be a prej¬
udice against the unusual individual who was able to get
things done in spite of "character deficiencies."
Partly for these reasons, emphasis in recent years
has switched from the hunt for the ideal "organization man"
to a more routine, continuing program of training designed
to help all managers perform more adequately on their present
job (after all, opportunities for promotion are limited).
Instead of forcing people to meet a prescribed pattern, the
desire is to create conditions that will permit self-develop¬
ment.
Evaluation forms are being used as a tool to enable the
supervisor to discuss with his subordinates how they can
improve their performance, rather than as a means for se¬
lection. Training is coming to be regarded as a regular
line function rather than something outside the daily
routine of management; consequently, the primary responsi¬





COmON ASPECTS OF MANAGE^ENT
TRAINING AND DEVELOPMENT
PROGRAMS IN THE FIVE
COMMERCIAL BANKS
Ob.jectives.—Each of the five commercial banks studied
have some objectives in common; specifically, they are the
following
1) To meet effectively their needs for trained college
graduates in responsible supervisory, management
and/or officer positions.
2) To encourage and assist existing officers to perform
their current duties well.
3) To help existing managers qualify for advancement
to the extent of their capacities, abilities, and
interests.
4) To develop each officer to the fullest potential;
that is, to assist him in reaching maximum per¬
fection and the highest level of which he is
capable.
5) To create an awareness among the officers of their
responsibilities to develop subordinate officers.
6) To clarify the duties and responsibilities of offi¬
cer positions.
7) To identify both immediate and long-range require¬
ments for officers and to establish plans for
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S) To provide top management with information it needs
for various purposes such as promotions, transfers,
etc.
9) To make officers aware of the fact of a formalized
way to see how to keep tract of what they are doing.
Although bank A, B, C, D, and E have the above objectives
in common, bank C believes that the most important objective
of management training and development programs is to assure
the organization of a staff of qualified and competent per¬
sonnel for management succession in order for the organi¬
zation to be successful; that is, efficient personnel is
needed to move into higher levels or positions and to provide
for growth in the organization. Management and manpower needs
are important in relation to the continuity of the business.
Since banks are rapidly expanding with Atlanta, the execu¬
tives and officers must think of future management (middle
and top) in order for the banks to remain in existence.
Guides for management training and development pro¬
grams.—The five banks agree that the following guides are
necessary if the programs are to be implemented success¬
fully;^^
1) There must be encouragement and support from top
managers.
2) The major aim should be perpetuation of the company.
3) Management development should be pervasive.
2S
Interviews with C. Patrick Pearson, Eugene M. Rackley,
Flecher G. Rodgers, Arthur F. Morgan, and 0. K. Sheffield, Jr.,
—Officers and training directors of the five banks—May 4, 9,
11, 16, and IS, 196?.
32
4) There must be recognition of the fact that no pro¬
gram develops a management trainee; he develops
himself.
5) Major emphasis should be on improving operations,
not improving individuals.
6) View trainee performance appraisal as a part of
program planning.
7) Development efforts should be permitted to run their
planned course.
B) Direct efforts toward developing a generalist, not
a specialist.9)Develop several trainees for each managerial position
(management in depth).
10) Management training and development should be con¬
sidered continuous processes.
11) Develop listenership of trainees.
12) Handle promotion promises discreetly.
13) Give regard to manager's multi-problem demands.
14) Make provisions for handling training aftermath.
Tighter or detailed planning would involve taking the
above guides into consideration. Through planning, the need
for training and development is recognized because the man¬
ager uses facts, reasonable premises, and constraints, and
from all of these he visualizes and formulates necessary
activities, how they are to be conducted, and their contri-
29
bution to achieving desired results.
Internal organization.—Each bank, being a commercial
bank, has similar internal organization. The immediate
^management of a commercial bank is entrusted to the senior
^^Terry, op. cit. . p. IG4.
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officers of the bank and to the various committees estab¬
lished by the board of directors. There is probably a
greater degree of interrelationship between the board of
directors which formulates policies of a bank and imme¬
diate management than there is in most other businesses,
since many of the officers of the bank are also board members.
To a great extent this close relationship is also a result
of the numerous rules and regulations of supervisory and
regulatory agencies, and of the fact that many banks have
committees made up of both board executives or members and
of officers. Some of these committees meet regularly and
perform very important management functions.
The form of organization employed in commercial banks
most closely resembles a line-and-staff type. In small
banks, however, the line type of organization is the pre¬
dominant form, especially if it can be classed as a "one-
man** bank. The line and staff type of organization employed
by banks differs somewhat, however, from the conventional
line and staff, since all the authority may not flow through
the president to the various subordinate officers. It may,
instead, pass directly from one of the committees to the
officers, including the president. Therefore, in many banks,
more often than in other types of business, the various
committees of the board of directors exercise managerial
control, and their actions are binding upon management.
Problems encountered in planning, introducing, and
running such programs.—Problems are inevitable in any
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program; however, the training directors and officers of
the five banks feel that there are six pressing problems
involved in planning, introducing, and running management
training and development programs. One is getting the
full support of top management in establishing as to the
objectives to be achieved. Another problem is communication
between top management, the training directors, and the
trainees. A third problem is that of dealing with present
employees who might have a tendency to make complaints
relative to promotions and so forth. Fourth in line is
getting along with the supervisors in the areas or depart¬
ments where one is to be trained.
In addition, there is the problem of scheduling; it is
sometimes difficult to keep people in the programs on
schedule in terms of the amount of time in each department.
Finally, there is the problem of acceptance on the part of
middle and top management as well as on the part of the
other employees.
In an attempt to minimize problems that might arise
and to set up the best programs possible, the training
directors and officers try as much as possible to coor¬
dinate their plans with those of line management. There
must be some degree of cooperation between line management
and training directors and officers if the programs are to
be successful.
CHAPTER V
A DESCRIPTION OF THE MANAGEMENT
TRAINING AND DEVELOPMENT
PROGRAMS IN EACH BANK
Bank A
According to the training director of Bank A, it takes
a little time to become familiar with the many operations
and services of the bank. A trainee will be given a
chance not only to get an over-all view of the bank's oper¬
ations but also an opportunity to decide which part of
banking is of most interest to him.
Because of rapid growth, bank A*s need for officers
and management prompted the beginning of a management
training and development program. A large number of em¬
ployees were hired that needed to be trained and developed.
Perhaps credit really should go to the Vice-president who
first saw the need of such programs. After the need was
recognized, research and investigations were carried on to
see what different companies and other banks were doing in
the field of training and development of personnel. After
having researched the problem, a five-year plan was effected
^^Interview with C. Patrick Pearson, May 4, 196?.
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in which the officers and traininp; directors tried to come
up with the conceptual approach needed in terms of objec¬
tives and the decision was that emphasis would be placed cn
teaching officers to manage people.
In Bank A, college graduates spend about six months in
the formal training program working in all areas of the bank
such as Operations, Trust, Investments, Consumer Credit,
Auditing, and branches to acquaint themselves basically
with the departments and their functions.
Next, the trainees are assigned to a specialized field
where they are expected to learn about the specific field
prior to assuming managerial responsibility in the area of
specialization. During this time each trainee is assigned
to an officer-advisor of the bank who is available for
counseling. Together with others, this ordained officer
is in a position to evaluate the trainee’s progress fairly
and make periodic recommendations about him. This six
month program is really an orientation program designed
primarily to indoctrinate the trainee with the activities,
the departments, and banking philosophy at bank A and to
allow him to see first-hand how the bank operates.
According to officers’ reports, the programs at Bank
A seem to be successful in that they accomplish what they
are designed to do. The programs do benefit the bank, and
the officers feel that the gains from the programs exceed
the efforts put into them to make them successful.
The number of participants in management training and
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development programs depends on the manpower needs and the
available facilities at a particular time. The programs
are not limited to men; there are some women in the programs
who seem to be doing quite well.
Bank A also emphasizes expanding existing managers'
knowledge through continual training. Thus management devel¬
opment is not limited to officers because the bank is also
interested in supervisory management development. In such
programs, everyone does not move along at the same pace;
development is more on an individual basis.
Officers report that the turnover rate with managers
or officers after they have been trained is quite low. Bank
A gives itself credit for this low turnover because by using
appraisals, the bank keeps tract of one's training and devel¬
opment and steers him in the right direction so that when
permanent placement takes place it will be a position that
the person can handle in terms of capabilities and abilities
necessary for it as well as being a position that satisfies
the individual's need and desire. The training programs
have been in existence for years and will continue so long
as manpower needs keep enlarging. Regretably, and perhaps
unfortunately, there are no Negroes in any of the manage¬
ment training and development programs in Bank A, According
to the training director, Negroes do not pass a required
test, they do not walk in on their own initiative, and they
do not make any type of formal application.^^ In addition,
^^Interview with C. Patrick Pearson, May 4, 196?.
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the training director conveyed the idea that Negro colleges
do not turn out qualified persons for the training programs
and thus trainees for the programs come from the top third
northern schools and the best predominantly ViHiite schools.
Too, according to the training director, there is the prob¬
lem of how the other trainees would react to the Negro
trainees.
Sources of recruitment for selection purposes.—Bank
A uses college placement bureaus, voluntary application,
and employees from within the bank as sources of recruit¬
ment for selection purposes. This bank places major empha¬
sis on college graduates with Master’s Degrees in almost
any area; that is, no preference is given to a person’s
background be it liberal arts, scientific, or general busi¬
ness. The bank is more concerned with the qualified indi¬
vidual rather than the area of specialization.
Each person selected is given a series of tests which
are used as management tools, but major emphasis is not
placed on them. In addition, a prospective trainee must go
through a series of interviews at the bank so that the
officers can get a better picture of his personal charac¬
teristics and abilities.
Types of programs used.—Bank A uses programs within
the bank—a combination of formal and informal, outside
programs with the American Institute of Banking, Professional
societies and other non-university groups. University pro-
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grams, and an almost infinite variety of institutes, semi¬
nars, workshops, conferences, and bank courses on specific
subjects ranging from one day to one week in duration.
However, emphasis'is placed on the programs within the bank,
the American Institute of Banking, and University programs.
The programs within the bank consist of the six month
orientation program previously mentioned, and a two-year
Commercial Training Program—most of which is informal.
Emphasis is placed on management ability, management by
objectives, and human relations. There is some formalized
training within the bank; however, most of it is outside
the bank which is carried on by the American Institute of
Banking, Professional societies, Universities, seminars,
conferences, and so forth.
The mission of the American Institute of Banking is to
prepare, motivate, and qualify banking men and women for
more efficient job performance through disciplined trans¬
mission of essential knowledge, skills, and attitudes; the
underlying objective is maximum individual competence of
bank employees—officers and managers.
The A.I.B. has a mission of four related dimensions
1) Formal learning methods and informal educational
activities for basic banking knowledge.
V 2) Leadership development through practical experience
^^American Institute of Banking;. "A.I.B. Mission and




in A.I.B, administration and teaching.
3) Training for needed job skills, with emphasis on
development of supervisory/management skills and
techniques,
4) Fraternal activities for building and cementing a
banking spirit or fellowship of knowledge and
leadership.
In addition to participating in A.I.B, programs, man¬
agers have an opportunity to avail themselves to university
programs which are designed more for advance management
training and development for existing officers or managers
of the bank rather than for college-graduate trainees who
mostly participate in the programs within the bank.
One advantage of programs within the bank is the fact
that a classroom activity can be related to the direct sit¬
uations or problems as they exist in the bank; however, this
is not the case in a university program. Another advantage
is the fact that interactions occur between the members of
the bank that cannot be obtained in university programs.
Too, there is a chance for observation to see what is going
on; that is, feedback is almost instantaneous.
On the other hand, university programs expose officers
to different individuals from other banks and other environ¬
ments. These programs provide certain kinds of experiences
and opportunities for learning that could not be provided
on the job or even within the confines of the typical bank
situation. Most of the courses are centered around a dis¬
cussion of broad management problems and are often conducted
by means of the case method. They are usually designed to
41
create a broader perspective and a greater tolerance and
sensitivity toward other points of view, although some
schools offer instruction in specialized skills, such as
accounting, rapid reading, public speaking, and creative
thinking.
What advantages does the typical university executive
development program have over the usual in-company training?
In the first place, the executives are isolated from their
jobs and their families, perhaps for the first time in years
which gives them an opportunity to make a fresh evaluation
of themselves and how they do their jobs.^^ In a sense,
the program is a secular equivalent of the religious re-
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treat. Moreover, the executives learn fresh points of
view from their association with counterparts in other
companies. Management trainees work considerably harder
than the typical undergraduate and derive tremendous stim¬
ulation from dealing with difficult intellectual problems.
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According to the training director, the value of any
training technique depends on;^' (l) the instructor’s
ability and personality, (2) the trainees’ maturity, back¬
ground, and willingness to learn, (3) the trainees’ and the
bank’s previous experience with human-relations training,
(4) the trainees’ opportunity to transfer to the job what
they learn in class, (5) factors such as cost, time available,
number of persons to be trained, and depth of knowledge
required.
Evaluation.—Bank A evaluates the performance of the
trainees by means of periodic performance appraisals. This
approach gives recognition to the individual’s own efforts
for improvement and provides positive motivation to him.
Nothing is more logical to the trainee than to discuss the
company’s plans for his development; hence, the performance
appraisal becomes a logical and well-accepted practice. The
^'^Interview with C. Patrick Pearson, May 4, 1967*
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trainee's goals are identified so that efforts to match them
with bank goals can be formulated. The performance appraisal
also gives one some indication of the effectiveness of the
programs in terms of the achievement of the objectives.
Bank B
Bank B's training and development programs are not as
extensive as Bank A's, although it is a large commercial
bank. The programs within the bank last only eighteen
■3d
months; however, there are outside programs too.-^
The programs within the bank are for new employees or
college-graduate trainees. One enters an orientation pro¬
gram for a period of about six weeks, and hence learns
something about the bank's history, policies, operations,
departments, and public relations.
After the orientation program, training is provided
primarily in the four functional areas of the bank which
are the Operations, Consumer Credit, Commercial Credit, and
Trust departments. The training is on-the-job where the
trainee works along with someone who knows what is to be
done in the different areas. For example, a trainee may
work in the Operations department for four months where he
is given the chance to learn supervision and training of
personnel, systems and procedures, work flow and schedules,
,programming and many other specialties. Training in this
33Interview with Eugene M. Rackley, May 9| 196?
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department offers opportunities to those whose aptitudes
run to planning and administration, as well as to analyti¬
cal and creative pursuits.
After one has been trained in the above four areas, he
is ready to be placed in a special or permanent position
such as in the area of Marketing, Branch Banking, Consumer
Lending, Commercial Lending, Operations, or Investments,
Bank B’s programs within the bank are designed to give
a college graduate a broad knowledge of management operations
within the bank. They are advantageous in that they allow
one who has not definitely decided in what area he wishes
to work to get a feel of the most important areas so that
when permanent placement occurs, it will be what one wants.
The turnover rate with managers or officers after they
have been trained is low in this bank also because the way
the programs are designed, one is more or less sure that a
permanent position will be satisfactory and challenging.
The programs are not limited to men; however, the men
do out number the women. One reason is because most women
do not aspire to be officers or managers of a bank. The
training programs have been going on for years but have
been stepped up in the past three years because of the large
number of new employees being hired.
There are no Negroes in the management training and
development programs in Bank B, the reasons corresponding
with those mentioned in the discussion of Bank A,
Sources of recruitment for selection purposes,—Ac-
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cording to the training director, this bank is more inter¬
ested in obtaining persons with college training; therefore
recruitment is mostly with college placement bureaus and
voluntary application.^^ Of course, the bank is always
interested in people within other areas of the bank who
have college degrees and are interested in the management
training programs.
Types of programs used.—Bank B uses programs within
the bank which usually consist of on-the-job training for
college graduates. In addition, the bank emphasizes formal
outside training and development for existing managers
through the American Institute of Banking, University pro¬
grams, and special seminars and workshops offered by profes
sional societies such as the American Management Society.
Training techniques used.—This bank concentrates on
using on-the-job training, job rotation, conferences and
discussions, lectures, and seminars.
Evaluation.—Evaluation is made by using performance
appraisals periodically and by having conferences with the
trainees. The training director and officers are always
anxious to see how a trainee is progressing, to indicate
strong points, weaknesses, and suggest ways of improving
deficiencies.
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Bank C
Bank C’s training is specialized in that it is directed
toward the type of position one desires; that is, there is
no general program that everyone goes through.This
really means that a college graduate hired for a certain
position is only trained for that position.
On-the-job training is begun immediately when the new
employee starts work, and a college graduate will have sev¬
eral avenues of training available. Bank C’s Commercial
Banking, Trust, Factoring and Operations departments each
has ’’on-the-job” training programs designed to train young
graduates for jobs of responsibility in these departments.
For example, a trainee in Commercial Banking will enter a
program designed to give the quickest possible introduction
to the major departments of the bank. He will perform
important duties in Credit, Investment Analysis and other
departments and will be engaged in productive work while
having the chance to learn which phase of Commercial Banking
is most interesting. Training in the Commercial Banking
area takes a maximum of two and one-half years; nevertheless,
it might take less time, depending on the individual—his
capabilities and abilities. This means that it is possible
for no two individuals to move at the same pace in the
program.
The programs are not limited to men; of course, the
^^Interview with Flecher G. Rodgers, May 11, 196?.
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number allowed to participate in the programs is limited to
the number of spaces in a given department because training
is on an individual basis.
Unfortunately, there are not any Negroes in the manage¬
ment training and development programs—the reasons being
that Negroes do not apply, and Bank C does not do too much
recruiting at predominantly Negro schools.
As has been true with the previous banks, the turn¬
over rate of managers that have been trained is low because
training is good and placement is usually satisfactory. The
training programs have been in existence for eighteen years
and have been forecasted to continue for many more useful
years.
The training director emphasized the fact that an
individual's own talents and interests determines the length
and pace of his tenure as a trainee; for the programs are
tailored to the person and can be altered or accelerated as
individual competence permits and as necessity demands.
Sources of recruitment for selection purposes.—Bank
C's major sources of recruitment are as follows:
1) College placement bureaus
2) Voluntary application
3) Employees from within the bank
4) Employment agencies
5) Personal contacts
^^Interview with Flecher G. Rodgers, May 11, 196?.
4^
6) Recommendations from others
Types of programs used,—This bank uses management
training and development programs within the bank, both
formal and informal, outside programs with the American
Institute of Banking, University programs, and banking
seminars. These outside programs are oriented toward devel¬
oping existing managers’ talents; managers must continue to
grow and develop in order to keep up with the rapid changes
in modern banking.
Training techniques used.—Bank C emphasizes the use
of the following techniques for training purposes;
1) On-the-job training
2) Conferences and discussions
3) Job rotation
4) Special projects




Evaluation.—Evaluation is accomplished by using pe¬
riodic performance appraisals. The appraisals are reviewed
with the individual as a tool of learning and correction of
errors, and they serve as a source of feedback and commu¬




Bank D, although smaller than the previous banks dis¬
cussed, has a comprehensive management training and devel¬
opment program for college graduates and one for the
development of existing managers. The program for training
college graduates lasts from one year to fifteen months,
and most of the training for college graduates is on-the-
L 0
job training and rather broad in nature,^
First, a trainee spends from four and one-half to
five months in an orientation and indoctrination program
where he gets classroom instruction which consists of lec¬
tures by department heads, and later on he visits the
various departments. In these four and one-half to five
months, a trainee learns about the operation functions of
the bank which deal with everything necessary to get a
supply of money and the loan functions which deal with
lending money. Specifically, the orientation program does
the following;
1) Gives a trainee the opportunity to meet officers
and department heads,
2) Familiarizes a trainee with bank operations and
the working relationships between departments,
3) Allows a trainee to evaluate interests for a
particular field of banking.
4) Permits management to assess the trainees’ capa-
^^Interview with Arthur F, Morgan, May 16, 1967.
^^Interview with Arthur F, Morgan, May 16, 196?.
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billties for a specific assignment.
After these four and one-half to five months, one is
trained for a certain length of time in the Proof Transit,
Bookkeeping, Customer Services, New Accounts, Loan, Adjust¬
ment, Staff, Trust, and Commercial Credit departments. In
addition, the trainees spend from eight to ten days in the
Teller Training School. The purpose behind this teller
training is not to train a prospective manager for a teller
job as such; instead, the purpose behind this teller training
is the fact that one mi^t desire to be a teller supervisor,
which requires teller training. The trainees must study the
manual in each department thoroughly because they are tested
on the material contained in it.
Training in the Staff Function Department lasts for
two and one-half months and two to three hours are spent in
a lecture one to two days per week and visits are then made







After a trainee completes the training within the de¬
partments, he is given an opportunity to go into branch
banks for experience. During this time, he puts what has
been learned into practice while being observed and super-
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vised closely. Usually the trainee gets an assistant manage'
ment position if he performs well enough.
This bank is also interested in developing middle man¬
agement through management development programs which
encourage the officers to keep up with what other officers
are doing in different banks and to participate in citizen¬
ship and professional organizations.
Here again the turnover rate with managers or officers
after they have been trained is relatively low—this should
give some indication of the caliber of training obtained at
this bank.
As of this date, there are no Negro college graduates
in any of the management training programs within the bank;
neither are there any in the management development programs
outside of the bank. According to the training director,
this is due to the fact that no Negroes apply for such po¬
sitions rather than the bank being discriminatory.
Sources of recruitment for selection purposes,—Pri¬
marily, bank D uses voluntary application, employees from
within the bank, personal contacts, and college recruiting
as sources of recruitment for selection purposes.
Types of programs used.—This bank also has a combi¬
nation of formal and informal programs within the bank as
well as outside programs with the American Institute of
Banking and other Professional Societies. Also, for key
employees and officers, advanced banking study is offered
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by the Graduate School of Banking at Rutgers, the School of
Consumer Banking at the University of Virginia which lasts
two weeks for three consecutive summers, the School of
Banking of the South at L.S.U,, and others.
During this specialized training, a trainee is given
a problem to do which requires from thirty to forty hours
to complete and at the end of such training, he must write
a research paper. Those selected to attend these schools
are given necessary time off from their duties and all of
their expenses are paid.
Training techniques used.—The training techniques
emphasized are on-the-job training, job rotation, case
studies, seminars, conferences and discussions. This bank
hopes to introduce sensitivity training and management
games in the near future.
Evaluation.—Bank D uses three means of evaluation.
A trainee is evaluated by means of written examinations
which are based on material learned from the manuals in
each department where he is trained; there are also some
mechanical tests. Trainees must make 90 or 95 on the
tests; otherwise, the training must be repeated. A second
means of evaluation is the performance appraisal. In ad¬
dition, this bank requires each trainee to write a compre¬
hensive report on the training received and reactions to
it. This serves as a means of pointing out strong points
as well as weaknesses in the programs.
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Bank B
Bank E changed its management training program for
college graduates on the first of last June from a three
year program to a two year program primarily to keep up
with the growing manpower needs of the bank,^ This bank
has had such a training program for six years and sees
nothing but progress in the future relative to training man¬
agement personnel.
Training is on-the-job for the most part within the
different departments of the bank such as the Credit, Transit
& Proof, Bookkeeping, Teller’s, Customer Services, Trust,
Investment, Auditing, Accounting, Real Estate, and New Ac¬
counts departments. Also, training is both formal and in¬
formal; it is formal in the sense that there are seminars,
meetings, conferences, and lectures, and it is informal in
the sense that one is basically trained on the job while
getting paid. The number of participants in any program is
limited to twenty; physical accommodations really limit the
number of trainees as well as the number of trainees that
any one training director can handle at a given time.
Training in this bank is on a broad basis in that
each trainee is trained in every area of the bank, and
everyone spends the same amount of time in each assignment.
It is not done on an individual basis, even though a person
might be very smart.
44Interview with 0. K. Sheffield, Jr., I%y IS, 196?
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If it is found that a trainee is not developing after
several assignments in the bank, a conference is held with
the trainee and the training director to try to find out
the problem. After two or three conferences, the person is
released from the bank and urged to try some other kind of
work besides banking.
At the end of two years of training, one is placed
according to the area best suited for his abilities and
capabilities as far as could be measured by the bank during
training; of course, the employee's interests are considered
along with the best interest of the bank and the positions
available.
This bank does not have an outside training program
for the development of existing managers; however, they are
encouraged to read and keep up with the latest relative
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trends in banking.
The programs within the bank are not limited to men,
and the turnover rate with managers or officers after they
have been trained is very low because a permanent position
makes one feel that he is making a worthwhile contribution
to the success of the bank.
As is true with the other banks. Bank E does not have
any Negroes in the management training programs within the
bank—the reason given is that no Negroes have applied.
Sources of recruitment for selection purposes.—The
45 Interview with 0. K. Sheffield, Jr., May IS, 196?
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major sources of recruitment used by this bank are college
placement bureaus, voluntary application, employees from
within the bank, personal contacts, recommendations from
others, and referrals from correspondent banks.
In addition, this bank prefers college graduates with
a major in Business Administration or General Business.
When the program was a three year program, it did not matter
so much about the major area because a trainee had time to
make up any deficiencies; but now that the program lasts
for only two years, it makes a difference.
Types of programs used.—This bank only uses formal
and informal programs within the bank for college graduates
who are interested in management positions in the bank, and
most of the training is on-the-job. Nevertheless, officers
and managers are persuaded to keep up to date on banking
activities.
Training techniques used.—On the basis of trial and
error, research on programs in other banks. Bank E has se¬
lected the techniques best suited for its training objec¬
tives. These techniques are on-the-job training, conferences
and discussions, job rotation, and special projects. In
addition, the bank is trying to introduce programmed in¬
struction.
Evaluation.—At the end of every assignment, a trainee
is evaluated by means of a performance appraisal which he
56
must sign. Also, the trainee does a written evaluation of
the training programs every six months in order to voice
his criticism or whatever the comments might be.
CHAPTER VI
SUMMARY AND TESTED HYPOTHESES
The purpose of this study has been to examine a spe¬
cific phase of personnel management or personnel adminis¬
tration which is the task of training college graduates for
management positions in commercial banks and developing
existing managers.
Manager training is a life-long proposition. The
difference between today and yesterday is that today we are
conscious of training; we plan, evaluate, and estimate the
effectiveness of training in the practice of individuals
who have received it. Yesterday this was all left to chance;
training was a hit-or-miss proposition, and it was not known
what managers should know nor was there an organized attempt
to see that they were tau^t. They learned through exposure,
and their know-how was a great mass of unrelated, unorganized
information.
Managers who have done well up to this time without
specific, organized, and conscious manager training have
done so because few others were any different, and circum¬
stances did not require more than they had to give; however,
the situation is different today. It is only a matter of
years before the manager who has left his training to chance
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will be in the minority; his chances of success, therefore,
will be far less than they have been in the past.
Banks, as well as other companies, have realized the
pressing need for trained personnel. Most are now convinced
that college training is not enough; consequently, a college
graduate seeking a management position in the bank must be
trained within the organization. Also it has been recog¬
nized that training within the bank is not enough; banks
know that highly competitive conditions call for managers
who can stay ahead of significant trends which may develop
in their fields. As a result, many banks are using outside
programs with professional organizations such as AMA, AIB,
and universities that have banking schools.
The ability of the commercial banking system to per¬
form its tasks efficiently and in harmony with our needs
and economic goals depends in large measure on efficient
management. As in any other type of organization—business,
government, charitable, or even household—commercial banks
must be managed efficiently; there is too much at stake to
do otherwise. They must be managed prudently, safely, and
profitably if we are to have a strong, growing, and adaptable
banking system capable of meeting the demands of society.
”Does training really train?” is a critical question
not only for training directors but for all administrators.
Certainly the company training director who may be asked to
demonstrate the effectiveness of his efforts is vitally con¬
cerned. But the problems of effective training are not
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solely those of the training director and his staff; every
business executive is, in a sense, both a trainer and a
trainee. The consequences of ineffective training may be
only a waste of dollars to some business organizations; to
others, failure to transmit knowledge and skills may even¬
tually mean organizational suicide.
Test of the Hypotheses
Hypothesis 1.—GENERALLY SPEAKING MANAGEIffiNT TRAINING
AND DEVELOP^NT lead TO BETTER PERFORMANCE OR PRODUCTIVITY.
Accepted, The training directors and officers of the five
banks agree that management training and development lead
to better performance or productivity if the training and
development are carried out properly. In fact, better total
relations are usually achieved because one knows exactly
what is to be done and how what is to be done fits into the
whole organization.
Hypothesis 2.—MANAGEMENT TRAINING AND DEVELOPICNT
PROGRAMS AkS effective. Accepted. Management training
and development programs are effective if they change the
behavior of the individual and the results are in line with
the objectives. Also, if the individual can do something
after the training that could not be done before, the
training is effective. All five banks agree that management
training and development are effective in many respects.
Hypothesis 3.—THE TRAINING AND DEVELOPMENT PROGRAM©
ARE SUCCESSFUL IN THAT THEY ACC0I4PLISH WHAT THEY ARE DESIGNED
TO DO. Accepted, Training and development programs are
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basically successful because they are usually directed quite
closely to see that the goals are being achieved and to see
that everything goes according to plans.
Hypothesis 4.—MANAGEI^NT TRAINING AND DEVELOPMENT
PROGRAMS DO NOT COST TOO MUCH, Accepted, The programs
do not cost too much because the results from them usually
out weigh the cost. They are necessary and thus are ex¬
pected to cost something but not too much in terms of a
bank not having them. The returns on investment in human
capital are such that training is not looked upon as being
an expense in the sense of the tenn; the costs are justified.
Hypothesis S.—MANAGSPENT TRAINING AND DEVELOPMENT
PROGRAMS MUii'l' BS PLANNED WELL, Accepted, Anything worth¬
while requires planning. Careful planning based on knowl¬
edge of resources, needs, and objectives will help assure
that the programs are carried out in an organized manner,
A plan is a blueprint that is necessary for the success of
any endeavor.
Hypothesis 6,—MANAGEMENT TRAINING AND DEVELOPMENT
PROGRAMS GENERATE CAPABLE BANKING EXECUTIVES, Accepted,
These programs make banking executives more competent than
they would ordinarily be. In fact, this is one of the
reasons for the programs.
Hypothesis 7,—MANAGEMENT TRAINING AND DEVELOPMENT
PROGRAMS FAJ4IL1ARIZE ONE WITH BANKING OPERATIONS. Accepted,
This is one sure way an individual coming into the bank for
the first time can get acquainted with the bank’s functions
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and operations,
Hypothesis S.—THE FINANCIAL HEALTH OF A BANK IS
directly RELATED" TO THE COMPETENCE OF ITS MANAGEJ^NT
PERSONNEL, Accepted. This hypothesis is definitely true.
Without proper management of banking operations, banks
would fail and thus our economy would be at a standstill.
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